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Abstract 
The result or outcome of an entity for its deliberate operational success is the outcome or 
outcome of an institution with regard to the desired objectives and targets. Operational output 
the study utilizes the analytical data collection process. For analysis, though, it will use both 
primary and secondary information. The main statistics is information that the author gathers 
through surveys or questionnaires and the secondary data is the data collected from prior 
studies and research. The study examined the effect of change management on the quality of 
workers, taking into account many factors such as ethics, productivity, morale and interaction 
among others. The research findings have shown that the greater the integrity of workers and 
the better the interaction, the higher the productivity and the lower the attrition. The study 
analyzed the impact of change management on employees’ performance, taking into account 
many factors such as organizational ethics, recruitment, morale and interaction. The research 
results demonstrate that the higher the moral and communication standards of employees are 
at work, the greater the retention and the lower the turnover. 
Keywords: Communication; Employee Morale; Employees Retention; Employee Turnover; 
Change Management Implementation; Information Management System. 
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Introduction 
The outcomes or achievements of the organisation with respect to the aims and goals expected 
are known as operational efficiency [1]. In other words, the ability of the organization to meet its 
targets effectively and efficiently is organizational performance. The understanding of the 
organization’s success against its rivals is very relevant for both staff and management and what 
improvements should be made to ensure they retain a competitive advantage on the market. Top 
managers find it difficult to implement transitions if they do not have the requisite skills and 
experience and this can have a negative effect on operational efficiency. Previous literature has 
shown that organizational performance is a comprehensive and complex concept and that the 
results required are to be achieved. Better performance means that the work is carried out 
efficiently and effectively. Corporate success relates to a lengthy period of time by organizations 
to resolve problems within and outside of the work environment so they can efficiently and 
effectively accomplish their goals. A research by Aosa [2] has shown that corporate success 
depends on achieving goals by transforming organization's inputs into outputs. 
Problem of the Study 
The retail sector recently suffered from a performance fluctuation and the main reason for the 
fluctuation is that the resignation of high levels of workers is a consequence of the introduction 
of evolving management practices without the requisite workforce preparation. Employees 
therefore resist change and leave. There are, however, other explanations why workers regret 
improvements, including the lack of technological ability, fear of the uncertain, reorganization, 
lack of communication and many more. The following section will therefore deal slightly with 
the aims of the study.   
 
Importance of the research  
 
The main objective of this analysis is to examine the impact on the performance of workers in 
the field of change management, taking the market as a case study into account. 
 
• To analyze the effect of interaction on transition implementation 
• Analysis of the effect on change implementation of workplace ethics 
• Analysis of the influence on change adoption of employee retention. 
• Research the effect on transition execution of employee turnover.  
Nonetheless, the descriptive approach is used for data collection by circulating in the retail 
sector questionnaires for over 100 respondents. The results will be analyzed with the SPSS 
analytical method to test conclusions in order to study the impact on employee performance of 
change management 
Manuscript; Original published in: Productivity management, 25(4), GITO Verlag, P. 254-268,  
ISSN 1868-8519, 2020                                                                                              256 
 
 
Resistance to change 
 
The reaction of employees to the change introduced by the institution results from resistance to 
change. The primary reason why most of the improvements are not effective or enforced is 
known. Many workers may give up looking for better opportunities because they refuse to 
change because they cannot respond to change and this is a critical aspect in the execution of the 
change management plan. This is crucial. A survey of 300 American companies exchanging 
insights and experiences in the management of transition. Research had shown that transition 
from top managers to small workers can be avoided at all grades.  
 
Employee efficiency  
 
The performance of an employee in a competitive environment is important to the survival of 
each company. Organizations also need trained and professional workers to be able to 
effectively and efficiently achieve their strategic targets.  
Loss of loyalty 
Organizations that provide products such as the banking sector have a propensity to spend more 
in their human capital to establish and sustain long-term relationships with their staff. 
Nevertheless, the decrease in employee performance and the rising number of outsourcing 
organizations. In fact, changing company positions and time constraints often affect workers ' 
working lives. Nevertheless, companies face several obstacles and need to make more effort to 
improve the performance of workers. Nonetheless, supervisors need to engage workers and 
encourage them to agree about their positions in the work place so that they can achieve the 
desired results. The policy means that workers consider their employment better suited for their 
interests, abilities and beliefs.  
Mental stress 
Organizational change can result in an increase in employee stress if awareness levels on the 
workplace are insufficient. Nonetheless, there are many causes for anxiety, including inequality, 
lack of communication between leadership and staff and the fear of the future. There are many 
explanations for pressure. 
Loss of loyalty 
Many businesses focus on reducing wages and benefits to boost cost savings. When a project of 
this kind is implemented, other employees leave the company and are finding a safer and 
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healthier environment. Many citizens will nevertheless never give up because they are not able 
to find a job or just because they can't find a job anywhere. Enhanced time off: implementation 
of structural change, and particularly contraction. The first group includes staffs who want to 
control their prospects and the second group comprises employees who want to leave before the 
change occurs. The first group to track the future operates most efficiently, reaches expectations 
and shows that managers take responsibilities for and are able to handle the adjustments. The 
second group does not cope with a transition and will pursue other acts, such as late work, later 




Most structural changes require radical transformation which leads to work separation. Some of 
the reforms that have negative consequences to employees ' productivity include increasing 
salaries, eliminating healthcare, diminishing jobs and shifting to other cities and countries. These 
can be significant changes for employees and, in particular, those who support their families. 
The best way to manage these shifts is to preserve the ethical of workers and improve 
communication and understanding between employees and managers. It helps the worker to feel 
safe and not afraid of the unknown future.  
 
Application of Change Results within Companies  
The application of Change has an effect directly on the organization and its staff, relating to 
Awitta [3] study. This could lead to a loss of security and comfort and could negatively affect 
employee performance. Change is usually resisted by staff [4]. "There is no change in a healthy 
system, since life of a living system depends on its ability to establish a stable state" [15]. 
Barney [16] indicated that a resistance to change would contribute to many problems at work 
including avoidance and accomplishment of corporate growth goals.  
Aversion is considered a normal response to change. Anxiety is the primary cause of resistance 
and the impairment of a desired position or duty is a result of anxiety [17]. He found that leaders 
that continue to react negatively to transition appear to have a negative impact on the company. 
Implementation of improvements may increase anxiety in the workplace of employees [5]. The 
impact of change affects the manner in which employees are concerned. Bureaucratic procedures 
are regarded as a form of social protection with respect to Brown [19]. Since leaders are 
protected against anxiety in such systems through layers of Subordinate tests that distinguish 
them [20]. He demonstrated that the mechanisms of social security were designed to mitigate 
anxieties. 
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Employee Moral  
It was shown that the change management process would lead to anxiety and aversion to 
workforce transition as most workers dread from the future, and this is why it is not important 
for the employees to improve their workplace. Such actions take place in a climate where there 
is no interaction and accountability in the corporate environment, leading to high pressure 
among workers, which can adversely affect their morale and thus influence the overall financial 
success of the company [6]. Change management can also influence the ethical of workers at 
work and the retention of staff. Employee morale is also an indicator of job satisfaction, which 
implies that workers are happy with the working environment, working conditions and working 
procedures, to be successful and to optimize their corporate achievement. Earlier research has 
shown that organizations that have inconsistent transitions and lack of communication can 
reduce employee satisfaction, and incurring programs that use the micromanagement 
methodology to workers tend to increase stress levels and thus impact performance [7]. As 
previously explained, pressure is viewed as an important factor which directly affects workplace 
ethics.  
For example, the Telkom Group, identified as the Web Power, made theoretical calculations of 
efficiency without including workers in such decisions [8]. The administrative adjustment 
accompanied by a shift in the weighing process was introduced. Such reforms raised technicians 
'stress levels when job became overwhelmed, leading to people leaving the company and 
reducing overall performance [21]. It is apparent from the above that the connection between job 
satisfaction, workplace ethics and management of transition is strong. From a management 
standpoint, the institution should function properly on implementing desired methods to decide 
while practicing workplace change [23].  
The key objectives behind these concepts are to provide an analysis of how evolving 
management practices have an impact on the employee quality and how they can lead to job 
satisfaction. King research [24] showed that the Hygiene theory of Herzberg motivation is the 
first theory aimed at investigating factors that directly influence employee satisfaction. 
Herzberg's work is planned to explore the interests of its workers [9]. The attributes of happiness 
with the job included appreciation, accomplishment, development and commitments and 
advancement. Herzberg found the above characteristics to be workplace motivators [10].    
It also identified, however, certain causes linked to workplace discontent and included 
management, interpersonal relations, corporate policy and administration and were stated as 
aspects of hygiene [11]. The theory of Hertzberg is the foundation of enrichment of jobs. 
Referring to a study [26], improved function aims at altering a job where a worker is given the 
opportunity to understand how he or she can accomplish, recognize and improve his or her 
profession. Hertzberg's concept offers managers a more detailed description, and increases 
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worker social happiness at work by ensuring the employee feels secure in his workplace. The 
theory of Maslow was focused on the experience about human behaviour. Maslow suggested 
that motivation consists of five fundamental needs which are physiology, security, love, 
appreciation and updating [12].  
Physiologic: this includes basic conditions including meat, air and water. These criteria are 
described as follows.  
Safety: includes the requirements that ensure safety for staff on the workplace• Love: includes 
belonging and affection needs.   
Esteem: covers the needs of the people in the workforce and community for a credibility, respect 
and appreciation.  
Self-Update: self-performance urge. This ensures that you can become the strongest person.  
When the desires are met, it lacks the motivating power in relation to Maslow's principle. 
Therefore, administrators should establish strategies that recognize the interests of workers in the 
work place and inspire their personnel [13]. Maslow's principles also seek to improve the 
perception of job satisfaction in the workforce and are designed to introduce an organization's 
change management strategy, to integrate staff input at the outset of the transition [14]. 
Staff Turnover  
He confirmed that job dissatisfaction is one of the key factors leading to high turnover, referring 
to the Paulines [27] study. The work focuses on the idea that, when output at the job is 
decreased, employees maintain more. Mielle research [18] found that many companies are more 
concerned about the sales of employees because it has a huge impact on their businesses. Glow 
[25] is focused on occupational stress research which drives workers out of work and adversely 
affects company outcomes. The results of the research show that the management does not 
understand the value of restructuring because it is called the secret costs and not included in the 
financial statements. Management of resignation: the costs of paying employees to seek 
termination payments are borne by Mishra [29]: It also includes the costs of ensuring that human 
resources reports are completed on time.  
Selection fees, including advertising and Testing Center charges: these include support from a 
recruiting agency to compensate for the selection of the candidate with a fee of a customer.  
Recruitment and training costs: can be measured for recruitment in keeping with the 
organizational duration. Custody expense during the turnover period: it is difficult to 
immediately substitute staff, so time is needed. In this scenario, the company will supplement its 
workers on the job with internal resources. Recruitment administration and selection process: 
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such costs include the recruitment and selection process by the Human Resources department.  
Potential hire inductive recruitment: The training of a potential worker is seen as more costly 
than increasing the existing employee's salary. It is therefore better to keep skilled and future 
employees at work by indemnifying them instead of switching them to new staff, which would 
result in time and money costs. The cost of reduced productivity during vacancy training: When 
a candidate is recruited, the performance gap will remain for a certain time until the person can 
complete the tasks required. 
The Role of Leadership in the Implementation and Communication of Change Management  
The leading role in change is important, although many domestic and external factors could 
influence the change in the workplace and affect the performance of the organization. It is 
therefore important to clarify that the organisation is in the midst of the programs for transition.  
The Path Goals Theory is one of the most important leadership approaches, according to 
Robbins [21]. Robbins. Robert House developed this concept and is seen as a leadership 
template. The importance of this theory is that it is the leader's role to help employees attain their 
objectives and provide the guidance necessary for the employees to align their objectives with 
organisation.  
The word target purpose stems from the idea that managers articulate the way to help workers 
achieve their goals through moving for their ambitions at work and by simplifying the road 
across their career paths through barriers. The theory suggests that the actions of rulers will not 
work without the necessary resources at work. Accorder management will lead to a greater 
degree of work satisfaction in the workplace, thereupon reducing employee turnover, according 
to Robbins et al [21], predictions based on path-goal theory. Supportive management may 
contribute to the high performance and happiness of workers in carrying out specific tasks. 
Internally controlled employees tend to be more satisfied with their participation in the 
workplace. The aspirations of workers would increase if they know there is a sense of 
performance at work. Such finding is based on the fact that when leadership is carried out in the 
workforce, the performance and morale of workers continue to be favorably influenced. 
Change in Technology on Employee Performance  
Dauda [22] study on technological change and the effect on increased workforce efficiency, 
using evidence from 13 nations. The findings have shown that technological changes will 
improve the efficiency of workers and increase performance when integrated effectively and 
efficiently with other tools. In other words, using technology ethically can improve the 
productivity of employees. Enhancing the quality and operational efficiency of our workers 
would render technical progress effective and productive. By learning, citizens can acquire new 
skills and development skill. Referring to a Robertson report [28], technological change has a 
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significant impact on the performance of workers, since it is a key factor in enhancing 
organizational efficiency. The bulk of the studies found that technological improvements and 
efficiency are in positive correlation, concluding that technological advances are essential to the 
success of workers. 
Departments of research and development are built to allow companies to deal with 
technological change. Mishra [29] exposed the direct link between technological changes and 
physical conditions with how significant changes could be made and thus influence the level of 
performance of their workers. We also shown that technological changes in their work entitled 
technological change and workers ' productivity have a positive impact on working people's 
results if they are handled efficiently and effectively. This is directly relevant to managing and 
responding to external factors in the internal control systems. The use of new technology has 
shown increased performance, efficiency and production. 
Methodology 
The methods used by the data gathering author will be explored briefly in this chapter of the 
study. This chapter further address the study parameters, test models, conceptual model and 
describes the statistical tools for collecting data. There are two forms of methods which are 
empirical and subjective. The statistical approach is a tool used to collect data by spreading 
questionnaires over a certain number of participants of 50. Using SPSS statistical tools, the data 
is collected and analyzed for empirical validation of study findings. With respect to the 
qualitative approach, information is collected by detailed interviews with a few respondents. The 
inquiry will use the analytical data collection process. In research, however, both primary and 
secondary data are used. The primary information was provided by the author himself through 
interviews or questionnaires, and the secondary data is collected via earlier research and studies.  
Variables of research  
 
Two types of variables, which are dependent and independent variables, will be used in research.  
Change implementation is the dependent variable. 
The independent variables are: rotation, retention, moral and communication of employees.  
The analysis hypotheses will be constructed on the basis of the above variables.  
 
Research Hypotheses 
This section of the thesis addresses briefly the techniques used by the data collection researcher. 
This chapter discusses further the parameters, test models, and the conceptual model of the 
study.  
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Methodology for study  
There are two types of quantitative and qualitative methodologies. The statistical approach is a 
device used by a group of 50 respondents for data collection through disseminating 
questionnaires. Data are collected and analyzed using SPSS analytical instruments to verify 
study results empirically. Comprehensive conversations with a few participants collect 
information about the subjective method. The questionnaire uses the process of collecting 
analytical data. But both primary and secondary information are used in analysis. Previous 
research and studies also given the researcher himself the primary details by interviews or 
questionnaires and the secondary data.  
Conclusion 
This research focused on the methods used to collect data. The questionnaires are based on the 
research variables and distributed for data collection among the respondents. The data collected 




The information will be evaluated using SPSS and the assumptions will be tested and the 
findings interpreted based on this study. 
Regression Analysis 
Table 1. Communication and Change Implementation Regression 
 
Source: Author Data Collection 
Referring to table 1, the regression analysis aimed to assess the relation entre dependent and 
independent variables, the above regression model had been applied and hypothesis will be 
evaluated on the basis of the test results.  The results indicate an importance level below 0,00, 
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which means that the zero hypothesis that "There is a negligible correlation between 
communication and change implementation" is rejected and the alternative hypothesis, that 
"There is a negligible correlation between communication and change implementation," is 
accepted. There is a non-important correlation between communication and change 
implementation. The R-square ratio refers to the above test and indicates an 84.7% ratio that is 
above 25%. Therefore, the analysis parameters are closely interrelated. 
Table 2. Staff turnover and change implementation regression 
 
Source: Author Data Collection 
Referring to table 2, the regression analysis aimed to estimate the relationship between 
dependent and separate variables, the above regression model was practiced; the hypotheses are 
tests on the basis of test results.  The outcome was a validity rate of 0.03 that is less than 0.05 
and this implies it does not support the null hypothesis that "The association between employee 
turnover and improvements is negligible," and supports the alternative hypothesis that "There is 
an insignificant connection between employee turnover and shift implementation." The R-
Square ratio indicates a ratio of 91.9%, more than 25%, with reference to the above test. 
Therefore, between the analysis parameters there is a strong correlation. 
Table 3. Moral and Change Implementation regression 
 
Source: Author Data Collection 
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Referring to table 3, the regression analysis aimed to evaluate relations between the dependent 
and independent variables, the above-noted regression model has been used and hypotheses are 
tested based on test findings.  The results showed that 0.00 was below 0.05, which implies that 
the null hypothesis that "The moral and switch execution are irrelevant in connection is 
dismissed" was not appropriate, and that the alternate hypothesis that "There is a marginal 
association between moral and increasing implementation" was embraced. The R-Square ratio 
indicates a ratio of 87.8 percent higher than 25 percent for the above study. There is therefore a 
strong correlation between the variables of research. 
Table 4. Retention and change implementation regression 
 
Referring to table 4, the regression analysis aimed to assess the association between contingent 
and independent variables it is used to analyze this regression model and the predictions are 
assessed on the basis of the test results.  The findings show a significant 0,00 point, lower that of 
0,05, i.e. the inability to consider the zero hypothesis that the retention and change execution is 
insignificantly correlated and that the alternative hypothesis that the retention and the transition 
implementation are insignificantly correlated is adopted. The R-square equation indicates a 
proportion of 96.1 percent higher than 25 percent in comparison to the check above. There is 
thus a strong correlation between the variables in analysis. 
Hypotheses Testing 
H1-0: There is a negligible correlation between communication and change implementation: the 
following section will deal with the testing hypotheses based on the collected data. H1-0: 
H1-1: Communications and introduction of transition are strongly associated. 
H2-0: There is a slight association regarding workers 'retention and the introduction of reforms 
is dismissed. 
H2-1: The employee turnover is substantially linked and adjustments are acknowledged. 
H3-0: The connection between ethics and the adoption of reform is negligible. 
H3-1: A significant correlation exists between the application of ethics and improvement. 
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H4-0: The link between maintenance and adoption of transition is negligible. H4-0: 
H4-1: The maintenance and execution of improvements are considerably associated. 
Main Findings 
The study has shown that interaction, ethics, recruitment, attrition and transition are closely 
related. Nevertheless, the more interaction between employees and managers takes place, the 
more they can cope with and not fight the transition in the workplace. Research have shown that 
supermarket companies, which use contact on a daily basis, appear to be more likely than 
entities that do not implement change to deal with changes. The stronger the principle of the 
worker, the better the willingness to cope with transition. The results showed that organizations 
with a poor moral standard tend to oppose change than employees with a high moral standard. 
Nevertheless, interaction and increase in the productivity of workers tend to keep staff at work 
and minimize the risk of employee turnover. People tend to resist change because they fear that 
they are heading to an unknown future and that for numerous reasons they can risk their jobs. 
One is that they may not have the requisite skills to deal with transition. It is therefore the 
responsibility of managers to cope with transition and to enhance the ethics of workers, and this 




This chapter analyzed the research hypotheses, which were collected and validated. In this 
section, the key restrictions confronting the investigator and guidelines for increasing the study 
rate in further studies are discussed. 
General Conclusion 
The research examined the impact of change management on the performance of employees, 
including employee morality, retention, turnover and communication, with a focus on several 
indicators. The research found that, as the moral and communication of the employees are higher 
in the workplace, the greater the retention and the lower the turnover. The workers thus tend to 
resist reform, as they fear the future perhaps because of their lack of the necessary skills or 
because they are unable to use new technology to be applied on the job.  
 
Limitations  
Many of the restrictions have been met and the following are listed:  
• Research is considered to be broad aspects and therefore all its details cannot be dealt with in 
this research.  
• The survey presented is known as small.  
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• Limited time limitations, which prohibited the author from approaching any retail agency.  
• Study only included some retail shops, perhaps if the results of the study were replicated in 
another market.  
• Only a single inferential numerical method has been implemented, due to time constraints.  
• Due to issues regarding privacy, some participants refused to answer questions.  
Recommendations  
Implementing the following in future studies is highly recommended: 
• Addressing new variables. 
• Specified retail stores that can reach a greater number of respondents with several branches.  
• Implement quantitative as well as qualitative methods. 
• Add new questions to study the impact of change management on employees’ performance. 
• Address new research variables. 
• Implement several statistical tools to study the correlations among the variables.  
All these if implemented will add a value for the research in future studies, and will assist the 
organizations to minimize turnover and increase employee retention in the workplace by training 
employees to cope with change.   
Data Availability Statement 
 
The requested data for the findings of this research will be available on request. The data are not 
publicly viewed due to restrictions and confidentiality and since the data compromise to the 
privacy of the respondent’s information. 
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